This paper compares work values and job rewards in Hungary and the United States, using data from a recent study of workers in these two countries (the 1989 International Social Survey Program). We argue that individuals' career strategies and attainments are shaped by their nation's structures of employment relations. The results indicate that Hungarians placed greater importance on economic incentives and on having more "leisure" time from their main jobs, which they can then presumably use to maximize their earnings in second economy jobs. Workers in the United States were more concerned with promotion and advancement opportunities.
important differences in labor markets and the labor process between socialist and capitalist firms. Nevertheless, such case studies need to be complemented by quantitative investigations based on broad, representative labor force and organizational samples in order to assess the generality of conclusions about employment relations and work attitudes in these two countries. Insights and evidence from both approaches are necessary to develop and defend theories of work behavior and work organization. This paper seeks to redress the imbalance of previous research on this issue by presenting an analysis of data from national samples of workers in these two countries.
We compare the work orientations and perceived job rewards of labor force members in Hungary and the United States in 1989. The year 1989 is significant in this study less because it was a year of political upheaval than because it was the last year in which the basic features of the socialist economy were still unaltered by changes in the political system. Hungary's first free elections were held in the Spring of 1990, and the "spontaneous privatizations" that occurred before the new non-communist government took office affected only a tiny fraction (one or two percent at most) of Hungarian enterprises (Stark, 1990b) .
A central thesis of this paper is that individuals' work values--their "conceptions of the desirable" regarding work--are rooted in, and largely shaped by, the work structures and social institutions in which workers participate and are embedded (e.g., Granovetter, 1985; Kalleberg and Berg, 1987) . Structures operating at macroscopic levels (such as the state) and mezzoscopic levels (industries and organizations) affect the kinds of interests that motivate workers and the types of incentives and benefits that are available through their work activity. Thus, differences in the institutional contexts of employment relations between Hungary and the United States should be accompanied by cross-national diversity in the work orientations and job rewards of their labor force members. The first part of the paper presents an overview of some key structural differences in employment relations between Hungary and the United States that are likely to affect workers' career strategies. Based on this discussion, we generate specific hypotheses about differences in work values and perceptions of job rewards in the two countries. We then test these hypotheses using data from recent national surveys of diverse workers in the two countries. In the United States, the major uncertainties for employers involve the market, especially the problematic nature of demand in product markets and employee turnover in labor markets. In socialist Hungary, the major uncertainties for employers (socialist firms) involve bureaucracy, especially the problematic nature of securing supplies under conditions where resources are allocated bureaucratically. The situation in which every firm seeks to maximize the resources allocated to it yields chronic shortages of the major factor inputs across the economy. Consequently, socialist economies tend to be "resource-constrained" (Kornai, 1980) . Whereas the firm in a competitive market economy stops production at the point at which demand has ceased, the socialist firm keeps on producing at whatever the cost, stopping only when it runs out of mobilizable supplies. The problem for the socialist firm is that supply failures, far from being exceptional, are an everyday consequence of the chronic shortages typical of a redistributively managed economy (Stark and Nee, 1989) .
THE ORGANIZATION OF WORK AND CAREERS IN HUNGARY AND THE UNITED STATES: HYPOTHESIZED DIFFERENCES IN WOFUC VALUES AND JOB REWARDS
To cope with uncertainties of supply and changes in output targets, managers of socialist firms hoard labor as a flexible factor of production (Sabel and Stark, 1982) . If the capitalist firm tends to lay off or at least stop hiring workers in response to uncertainties of demand, the socialist firm hires more workers to mitigate uncertainties of supplies. Whereas the "reserve army of labor" stands unemployed outside the gates of the capitalist firm, the "labor reserves" of state socialism are underemployed inside the enterprise (Stark, 1989) . But although funds for wages are bureaucratically redistributed from central sources, labor itself is not administratively allocated: workers can leave the firm, and their actual labor on the job can never be taken for granted. 
Autonomy and Control at Work
Americans highly value intrinsic rewards such as having interesting work and jobs that permit them to work independently and to exercise autonomy (Kalleberg, 1977; Lincoln and Kalleberg, 1990) . Their emphasis on autonomy is consistent with the importance they place on individual freedoms and with profit-oriented managers' emphasis on the importance of having workers accept responsibility and show initiative. The work of Kohn and Schooler, in particular, has demonstrated the pervasive importance of self-direction among workers in the United States (see, e.g., the summary in Kohn and Schooler, 1983 ).
Hungarians also value autonomy, and prefer jobs that provide them with opportunities to work independently. Ethnographic research indicates that independent work is a widespread phenomenon on the Hungarian shop floor (Hkthy and Mak6, 1989; Kovari and SzirAczki, 1985) . Under socialism, workers must act independently but they do so in circumstances largely out of their control; this is a constrained or "forced autonomy" (LukAcs, 1986) . Workers must take initiative in critical periods: repairing machines themselves without waiting for maintenance workers (Fazekas, 1984) ; gathering supplies and the necessary tools (Lad6 and T6th, 1985) ; retooling machines to adjust to unstandardized flow-through during forced substitutions when the firm must produce with inputs that are available rather than those called for in technological prescriptions (Stark, 1990a) . Hungarians work autonomously because uncertainties of production are shifted onto them, and they do so under conditions of general disorganization. As one Hungarian machinist told Stark (1990a) : necessary to take them into account in order to specify properly our models.
Including these variables in our equations (see Table 2 ) also helps to control for differences between these two countries in values and rewards that are produced by differences in their occupational and industrial structures, educational distributions, and other central dimensions of stratification. 
RESULTS

Are there differences between Hungarians and Americans in the importance
they place on specific facets of their jobs, and in the incentives or rewards that they perceive they obtain from their jobs? The results displayed in Table 2 address these questions.
The first set of columns in Table 2 Table 1 .5
Promotion Opportunities
Consistent with the first part of Hypothesis 1, Table 2 indicates that Americans rated having opportunities for advancement more highly than the Hungarians, even after controlling for structural positions and demographic background variables. This conforms to the widely-held view that Americans are particularly highly career oriented (see Kalleberg, 1992) , and seek to advance by moving upwards along job ladders within firms and occupations. Stark, 1986 ).
Participation in Second Economy
Hypothesis 2--regarding maximization of reward per unit effort--is also supported, as we find that Hungarians placed greater importance on having jobs that allow a lot of "leisure" time and on jobs with flexible working hours (see first set of columns in Table 2 ). The difference with regard to valuation of leisure time remained significant after taking into account the control variables, though the small mean difference in valuation of flexible working hours disappeared. The initial country difference in valuation of flexible hours (column 1) appeared to be due primarily to respondents in the U.S. sample being older and more likely to be supervisors; both supervision and age were negatively related to valuation of flexible working hours.
However, while Hungarians valued "leisure" time and flexible working hours more than the Americans, the U.S. workers reported that their jobs provided them with more leisure and flexibility than the Hungarians. The
American advantage with regard to flexibility (column 1) was due to the greater proportion of self-employed persons in the U.S. sample (whether the respondent was self-employed on hislher main job was the variable most strongly related to having a flexible job).
The importance placed by Hungarians on participation in the second economy is also reflected in respondents' valuation of working in particular kinds of contexts. Also in support of Hypothesis 2, Table 2 
Autonomv and Control at Work
As predicted by Hypothesis 3, there was no difference between U.S. and
Hungarian workers in the importance placed on having jobs that allow independent work (see Table 2 ). The average importance of having interesting work was higher in the U.S., but this mean difference was accounted for in large part (compare columns 2 and 1) by the greater educational attainments of the Americans (education was the strongest predictor of valuation of interesting work). Hungarians to say that their jobs were interesting. There was a slight tendency for Americans to say that they had greater opportunities to work independently, but this initial mean country difference was explained by the greater proportions of respondents in the American sample who were supervisors, self-employed, older, and had higher levels of education; each of these variables was positively related to having greater opportunities for independent work.
Americans were also more likely to say that they were able to design or plan their daily work (see Table 2 ), though this difference too was markedly reduced once we controlled for the demographic and structural location variables. (The variables most responsible for explaining the initial country gap in autonomy were supervisory status, age, education, self-employment, and not being a blue-collar worker; all of these variables had higher values in the U.S. sample and were positively related to autonomy.) This survey item allows us to probe more deeply about the content of control on the job.
Although workers in both countries value independent work (and have similar opportunities for such work--see second set of columns in Table 2 ), it is workers in the United States who perceive they are better able to plan or design their daily work. Workers in the nominally planned economy are much less likely to see their main jobs as sites at which they can exercise control over their work. This finding is consistent with the concept of forced or constrained autonomy presented above. The uncertainties of production on the socialist shop-floor require a labor force that can act with considerable discretion, but the disorganized character and the perpetual crisis atmosphere that are its familiar features preclude foresight and design at the point of production. State socialist "planning1'--the attempt to bring an entire national economy under rationalized control at the macro sphere--is an obstacle to planning and design by workers at their jobs in the micro sphere.
Economic Rewards
The results presented in Table 2 
Job Security
Finally, we find that Hungarian workers placed greater value on having a secure job, but, consistent with the first part of Hypothesis 5, this difference vanished when we controlled for the structural location variables (especially self-employment, which was strongly negatively related to job security, and being a blue-collar worker, which was positively related to security). However, contrary to our expectations, U.S. workers were more likely than the Hungarians to feel that their jobs were secure, even after controlling for the background variables (see the second set of columns in Table 2 ). This result is surprising given the low unemployment rates and 
.
The following (adjusted) R ' values were obtained for the regressions reported in the second column in Being an Employee (=O) or Being SelfEmployed (=I). 
AUTONOMY AND CONTROL AT WORK
